25% of black volunteers are engaged in mentoring, compared to 17% of white volunteers. However, minorities do volunteer at lower rates-22% for blacks versus 30% for whites.
Hispanic volunteers are slightly less likely to be engaged in mentoring compared to non-Hispanics. However, when all other factors are considered, there are no real differences between Hispanic and nonHispanic volunteers in their probability of being engaged in mentoring.
Male and Female Volunteers Engage in Mentoring at Similar Rates
18% of male volunteers and 18% of female volunteers are engaged in mentoring. However, males do volunteer at lower rates-25% for men versus 32% for women.
Substantial Mentoring Takes Place Through Religious Organizations
Almost 43% of all volunteers engaged in mentoring volunteer in or through religious organizations (the next most prevalent site for mentoring is educational organizations, at 31%).
Mentors Are Often Drawn from the Ranks of Current Volunteers
87% of volunteers involved in mentoring perform at least one other volunteer activity for their main organization in addition to mentoring, while only 40% of volunteers not involved in mentoring perform two or more volunteer activities. Volunteers who are engaged in mentoring serve a median of 80 hours annually, while volunteers who do not mentor serve a median of 40 hours annually.
Mentors Regularly Work Full-Time
59% of all volunteers who engage in mentoring work full-time-a higher percentage than volunteers who do not engage in mentoring (53%). Despite having less discretionary time, these adult volunteers are as inclined to mentor youth as volunteers working part-time, and more likely than non-working volunteers.
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CONCLUSION AND POLICY IMPLICATIONS
The analysis shows that one of the most important determinants of which volunteers are also involved in mentoring activities is age. The probability of being a mentor declines dramatically after age 24; indeed, volunteers 65 years and older are the least likely to be engaged in mentoring activities compared to younger cohorts. This suggests that college-age adults and even high schoolers are prime candidates to be recruited as mentors. While the data also suggest that enlisting more baby boomers and other older adults as youth mentors is more challenging, it is important to note that a large number of baby boomers and other older adult volunteers currently are involved in mentoring.
Another promising mentor recruitment strategy is focusing on encouraging more current volunteers to become mentors, particularly those volunteers who have already made a substantial commitment to their main volunteer organization. Moreover, the finding that mentoring takes place predominantly through religious organizations suggests that religious institutions are an excellent area to focus recruitment efforts.
This type of strategy may pose real opportunities for existing community-based mentoring programs. One approach is for traditional mentoring programs to do more partnering with other types of volunteer organizations, such as religious institutions. This approach is already being tried in several places. Another approach may be for mentoring programs to recruit volunteers to do other needed tasks. Once they've formed some attachment to the organization and its mission, these volunteers may be more amenable to becoming mentors.
The importance of providing mentoring opportunities at workplaces is another important strategy to reach more youth with mentors. Our research found that volunteers employed full-time-despite having less discretionary time-are actually as likely to mentor as people working part-time, and a new poll by the nonprofit group MENTOR 4 revealed that mentoring at or near the workplace, as well as release time during work hours, substantially increased people's willingness to seriously consider becoming a mentor. Together, these reports suggest that providing convenient mentor opportunities at work are important for recruiting more mentors.
Race and sex also have an effect on who becomes a mentor. Although males and blacks volunteer in general at lower rates than do females and whites, it turns out that blacks are more likely-and males are as likely-as their counterparts to engage in mentoring as one of their volunteer activities. This is an interesting finding since the general consensus in the field is that there is a shortage of male and minority mentors. It appears that one constraint may be the lower overall volunteer rates of men and minorities. Assuming that the relationship between volunteering and volunteering as a mentor remains constant, the number of male and minority mentors would increase if their overall volunteer rate rose. Thus, a promising approach to developing more black and male mentors is to invite and engage them in volunteering in general. If, for example, the African American volunteer rate increased by 2 percentage points (22.1% to 24.1%), there would be another 533,000 black volunteers, and an additional 125,000 black mentors.
Without more knowledge about the demographics of mentor waitlists, we do not know for certain the gender and racial characteristics of youths waiting for a mentor, though anecdotal evidence suggests that a disproportionate number are minorities and males. If this is the case, it is possible that doubling or even tripling the numbers of male and minority mentors may not be enough to meet the effective demand for such mentors. Instead it may require that mentoring programs not only increase the overall supply of mentors but employ more mentoring models that reach more kids with one adult mentor and other innovative mentoring approaches in order to close the mentoring gap. The interpretation of what constitutes mentoring is left to the respondent. While respondents might be engaged in activities that are generally considered to be mentoring such as being a Boy Scout/Girl Scout Leader, or a Big Brother/Big Sister, they might also interpret other activities such as coaching, tutoring, or counseling to be mentoring. However, respondents are allowed to indicate more than one volunteer activity. Thus, many respondents who indicated that they mentored also indicated that they may have coached or tutored in addition to their mentoring activities. As this brief will indicate, there are definite differences between volunteers engaged in mentoring and volunteers not involved in mentoring activities.
The major limitation in using the 2005 CPS volunteer supplement is that it does not identify whether mentoring is the primary volunteer activity for those volunteers who say they mentor. 2 This means that for volunteers that perform more than one volunteer activity there is no conclusive way of ascertaining how much of their volunteer time is committed solely to mentoring. It also does not differentiate between volunteers who mentor one-on-one from those who mentor groups. Nonetheless, it provides an extremely robust picture of adults whose volunteer activities include mentoring youth.
HOW MANY ADULTS ACTUALLY VOLUNTEER AS MENTORS?
Finding: 11.5 million adults engage in volunteering activities that include mentoring youth.
Finding: 1/6 of all adult volunteers engage in some mentoring of youth.
In September 2005, there were about 65.4 million adults aged 16 and older who performed some type of volunteer activity for a nonprofit organization. These volunteers represented approximately 29% of the US adult population.
3 Among these 65.4 million volunteers, 11.5 million said that at least one of their formal volunteer activities was mentoring a young person. 4 These 11.5 million mentors constituted 17.6% of all formal volunteers (see Table 1 in Appendix 1 and Figure 1 , above).
As the data indicate, volunteers who mentor are a small but significant minority of all volunteers. Are there distinct characteristics that tend to increase the odds that certain adult volunteers will be mentors? The remainder of this brief will compare volunteers who mentor to volunteers who do not mentor. The goal is to determine if there are real differences between the two types of volunteers that can be used to predict who is most likely to engage in mentoring.
WHAT DIFFERENCES EXIST BETWEEN VOLUNTEERS THAT ENGAGE IN MENTORING YOUTH AND VOLUNTEERS WHO DO NOT MENTOR?
In order to better understand why some volunteers choose to mentor and some do not, it is useful to know more about how the members of each volunteer group differ from each other. In this section, we attempt to discover if differences exist in certain key demographic, socioeconomic, and volunteering characteristics between volunteers who mentor and those who do not. We look at this in two ways: 1) for selected characteristics, we examine the percentage of volunteers who are either mentors or non-mentors. For example, for age we examine what percentage of 20-24 year old volunteers are either mentors or nonmentors; 2) we examine the differences in the overall population distributions for mentors and nonmentors for the same selected characteristics. For instance, we explore what percentage or share of all mentors are 20-24 years old. In general, we use graphs to illustrate the first approach; and the data in Table 1 , which can be found in Appendix 1, as the source of our findings for the second approach. 
V O L U N T E E R S M E N T O R I N G Y O U T H AGE AND MENTORING
Finding: Volunteers ages 20-24 are the most likely to engage in mentoring youth. Finding: The propensity to be a mentor declines with age. However, a substantial number of mentors are baby boomers and other older volunteers.
As Figure 2 shows, compared to other age groups, 20-24 year old volunteers are the most likely to engage in mentoring youth. In fact, 24% of the volunteers in this age group engage in mentoring. After age 24 the percentage of volunteers in each age cohort who volunteered as mentors consistently declined. For volunteers 65 and over, only 7% engage in mentoring as a volunteer activity.
Despite the fact that the likelihood of a volunteer being a mentor appears to decline with age, older volunteers make a substantial contribution to the overall number of mentors. For example, as Table 1 shows, baby boomers 5 represent 41% of all volunteers that mentor. Moreover, 38% of all volunteers who mentor are over 45 years old. In short, despite the fact that most volunteer mentors are under age 45, baby boomers and other older volunteers are an important source of mentors for youth (see Table 1 ).
THE INFLUENCE OF GENDER, RACE, AND ETHNICITY ON MENTORING
Findings: Overall, males and female volunteers appear to mentor at roughly the same rates when they volunteer. However, more mentors are female because females volunteer at a higher rate than males. , they may have a higher demand for developing structured oneto-one positive relationships with adult role models. Compared to other racial and ethnic groups, blacks actually had the highest percentage of volunteers who were also engaging in mentoring. In 2005, as Figure 4 demonstrates, 25% of black volunteers were engaged in mentoring compared to only 17% of whites and 17% of 
Non-mentors Mentors
Asians and other racial minorities. 8 While blacks made up slightly less than 9% of all volunteers, they were almost 12% of all mentors, as Table 1 shows. This suggests that black volunteers are heavily involved in mentoring. If there is a gap between the number of African American youngsters in formal mentoring programs requesting a mentor and the supply of black volunteers who are willing to be youth mentors, the problem may be a demand rather than a supply issue.
While black volunteers have the highest probability of being a mentor, Hispanic volunteers are somewhat less likely to be mentors than non-Hispanic volunteers (see Figure 4 ). Hispanics were 6.9% of all volunteers, but, as Table 1 shows, they were only 5.7% of all mentors. This tends to support the concern that there may be a potential shortage of Hispanic mentors.
While our findings do indicate that Hispanic volunteers may be less inclined to be mentors compared to non-Hispanics, there appears to be no evidence that male and African American volunteers are reticent to serve as mentors. Indeed, African American volunteers are more likely than whites or other racial/ethnic groups to be mentors, and male volunteers appear to be as likely as female volunteers to be mentors.
If there is a perceived shortage of male, black and Hispanic mentors, it may be more a function of low volunteer rates rather than their propensity to be mentors. For example, if the African American volunteer rate increased by two percentage points (22.1% to 24.1%), holding the mentoring rates constant, there would be another 533,000 black volunteers, and an additional 125,000 black mentors. Similarly, if the Hispanic volunteer rate increased 2 percentage points, there would be another 617,000 Hispanic volunteers, and another almost 254,000 Hispanic mentors. Finally, if the male volunteer rate went up 2 percentage points, holding the mentoring rates constant, there would be an additional 1.8 million male volunteers, and another 400,000 male mentors. 
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SOCIO-ECONOMIC CHARACTERISTICS AND MENTORING
Finding: The chance of a volunteer being involved in mentoring increases as a volunteer's education level rises. Finding: Most volunteers that engage in mentoring are employed full-time.
In general volunteers as a class appear to be better educated and more likely to be employed than nonvolunteers. The question we asked is whether mentors have even higher education and greater employment levels than the average volunteer.
Indeed, mentors appear to have higher education levels than volunteers that do not mentor. The chance that a volunteer will also be a mentor appears to rise with educational attainment. Figure 5 illustrates that compared to volunteers with a high school education or less, volunteers with a college education are much more likely to be mentors. As Table 1 shows, there are similar results when differences in educational attainment are examined within each group. Relative to non-mentors, more mentors are college-educated and fewer have only a high school education or less.
While education is a key indicator of socioeconomic status, employment status is also an important measure. Table 1 shows that a larger percentage of volunteer mentors are employed full-time compared to non-mentor volunteers. While on average all volunteers are more highly connected to the labor market than non-volunteers, mentors appear to have higher labor market attachment than other types of volunteers.
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Together the education and employment findings indicate that mentors are well-educated, economically successful individuals. This seems consistent with the goal of exposing at-risk young people to successful adult role models. However, it raises real challenges for recruitment, since efforts aimed at trying to encourage even more of these highly successful individuals to be youth mentors may require new approaches.
VOLUNTEERING CHARACTERISTICS AND MENTORING
Finding: Almost 43% of volunteers who engaged in mentoring did so through religious organizations, and another 31% engaged in mentoring through or in educational institutions. While there appear to be differences between volunteers who engage in mentoring versus other volunteers that do not mentor on certain demographic and socioeconomic indicators, mentors also may be different in volunteer characteristics. For example, do mentors come to volunteering in different ways than non-mentors? Do they volunteer in different types of organizations? Are they more active as volunteers? Are they more likely to volunteer on a regular basis?
Mentors and non-mentors appear to have very similar experiences in how they became volunteers. Table 1 shows that the percentage of both groups that approached the organization on their own is almost identical. Similarly, there is only a slight difference in the percentage of mentors and non-mentors who became volunteers because someone asked them to volunteer.
Compared to the overall volunteer population, there are more marked differences in where these mentors do their volunteer work. While American volunteers are most commonly found in religious or educational organizations, volunteers who mentor are even more likely to be found in religious organizations or educational institutions (see Table 1 and Figure 6a ). We found that 43% of volunteers who engaged in mentoring did that activity through religious organizations, and another 31% engaged in mentoring through or in educational institutions (see Table 1 and Figures 6a, 6b ).
Mentors and non-mentors also seemed to have different levels of engagement with their main volunteer organization. Two factors illustrate this point. First, Table 1 shows that mentors are much more likely than non-mentors to perform multiple volunteer activities for their main volunteer organization. Eighty-seven percent of all volunteers engaged in mentoring perform two or more volunteer activities for their main volunteer organization, compared to only 40% of volunteers not involved in mentoring. In many ways, this is surprising because the mentoring relationship is often very demanding of volunteer time and involvement. One might expect that volunteers who mentor would be engaged in fewer rather than more activities than non-mentors. This may imply that volunteers become mentors because they are already highly engaged volunteers with their main organization. If this is the case, it suggests that a prime source of new mentors for an organization is among the cadre of individuals who are already actively volunteering.
Second, while volunteering is generally seen as a net social good, there may be important differences between volunteering once or twice a year for a single event and volunteering on a regular monthly or even weekly basis. This may be particularly important for mentors. There is evidence that the effectiveness of mentoring is a function of how much time mentors spend with their young charges. Short-term mentoring matches have been shown to do more harm than no mentoring at all. 10 Given this, it is important to examine whether there are any differences in the amount of time mentors and nonmentors devote to their volunteer activities.
An individual volunteering 12 or more weeks is on average volunteering at least once per month. In our Youth Helping America series report on volunteering trends among teenagers, this 12-week minimum was used to determine if an individual is a regular volunteer, providing volunteer service throughout the year.
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Based on this 12-week minimum indicator, the likelihood of a volunteer engaging in mentoring increases as volunteers move from being what we called episodic volunteers (serving a couple weeks a year) to being regular volunteers. To put it another way, 67% of volunteers engaged in mentoring are also regular volunteers-i.e., they volunteer 12 or more weeks per year-compared to only 49% of volunteers not involved in mentoring (see Table 1 and Figure 7 ). These findings indicate that mentors are much more likely than non-mentors to be providing volunteer services on a regular basis throughout the year.
Finally, the differences between volunteers engaged in mentoring and volunteers not involved in mentoring in the number of weeks volunteered annually is also mirrored in the number of hours each group volunteers. Table 1 illustrates that the median hours volunteered annually for volunteers engaged in mentoring and volunteers not involved in mentoring are 80 hours and 40 hours respectively.
SUMMARY
It appears that there are some distinct differences between volunteers whose activities include mentoring youth and volunteers who do not do such activities. The chances that a volunteer will be involved in mentoring are greatest for younger volunteers and for African American volunteers. The probability that a volunteer will be involved in mentoring rises as educational attainment increases and is also higher for employed volunteers.
Finally, mentors demonstrate some differences in their volunteer characteristics. Mentors are more likely than non-mentors to perform multiple volunteer activities for their main volunteer organization. They are found primarily in religious and educational institutions, and they are much more likely than non-mentors to volunteer 12 or more weeks per year.
WHO IS MOST LIKELY TO BECOME A MENTOR?
The previous section explored differences in a variety of demographic, socioeconomic, and volunteering characteristics between volunteers that engage in some mentoring activities and volunteers that are not involved in mentoring. The strong tendency of volunteers involved in mentoring to engage in multiple volunteer activities and the large percentage of such volunteers that volunteer 12 or more weeks per year suggests that many volunteers engaged in mentoring activities are being recruited from existing volunteers rather than from non-volunteers. Given this, this section will discuss which characteristics make the most contributions to predicting which adults will be volunteers; and which characteristics are most useful in predicting which volunteers will become engaged in mentoring. The capacity to predict who is likely to be a volunteer and in turn who will be a mentor can provide useful policy and program planning insights.
Number of Weeks Volunteered Annually
Non-mentors Mentors
V O L U N T E E R S M E N T O R I N G Y O U T H
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V O L U N T E E R S M E N T O R I N G Y O U T H
In particular, knowing who is most likely to be a mentor can help shape and refine volunteer recruitment strategies. It can help target efforts to those individuals that are most likely to respond positively. On the other hand, it might also allow you to identify unlikely, but promising prospects.
The type of multivariate analysis used to undertake this assessment is called probit analysis. Simply speaking, probit analysis estimates the probability that a certain event will-or won't-occur, conditioned on the impact of different characteristics. In this case, there are two events: The probability that an adult will be a volunteer and the probability that a volunteer will then include mentoring youth as part of their activities. 12 The remainder of this section discusses the impact of different characteristics or predictors on the probability of each of these events. The findings are presented in Table 2 and in a series of graphs for each characteristic that present the probabilities with their margins of error 13 for two probabilities: that an adult will be a volunteer, and that a volunteer will engage in mentoring activities. In these charts, when the margins of error overlap for two groups, the probabilities are roughly the same on average; when they do not overlap, the average group differences seen in controlling for all other factors.
The characteristics or predictors are classified into one of three groups: Common characteristics that predict both being a volunteer and a volunteer engaging in mentoring; Characteristics that only predict volunteering; and, Characteristics that only predict which volunteers will become mentors.
COMMON CHARACTERISTICS
There are three general categories of predictors that provide useful information in predicting who will be a volunteer and which volunteers will be mentors: demographic predictors; socioeconomic predictors; and regional or place predictors. The common demographic predicators are age, gender and race/ethnicity. The common socioeconomic predictors are education and employment status.
Finding: All else being equal, of all age groups, 16-19 year olds have the highest probability of being volunteers.
Finding: All else being equal, the probability of a volunteer engaging in mentoring declines with age. Volunteers are most likely to engage in mentoring when they are 16-24 years old.
All else being equal, age is important in determining both who will volunteer and which volunteers will be mentors. For volunteers, predicted average volunteering rates are highest for 16-19 year olds and lowest for adults 20-34 years old. As Figure 8a shows, the rate of volunteering increases some after age 34, but remains well below the rate for 16 -19 year olds. However, as seen in Figure 8b , the pattern is slightly different for mentors. All else being equal, volunteers are most likely to engage in mentoring when they are 16-24 years old. As volunteers age after 24 years old, mentoring rates decline on average. Finding: All else being equal, females, whites, mixed race individuals, and non-Hispanics have a higher probability of volunteering than males, African Americans, and Hispanics.
Finding: All else being equal, male and African American volunteers have a higher probability of being involved in mentoring as a volunteer activity than females and whites.
All else being equal, as Figures 9a, 9b , 10a, and 10b illustrate, females, whites and mixed race individuals, and non-Hispanics are most likely to be volunteers, on average. However, the results are a bit different for predicting which volunteers will engage in mentoring. Blacks are considerably more likely to be mentors than any other racial/ethnic group including whites. Males are actually more likely to be mentors than females, on average, and there are no real differences between the average propensity of Hispanics and that of non-Hispanics to be mentors.
The findings here suggest that after controlling for differences in other key factors, males, African Americans, and Hispanics may be volunteering less than one would expect given their demographic and socioeconomic characteristics. On the other hand, these same groups are actually performing better than expected given their demographic and socioeconomic characteristics in choosing to be mentors. Given this, if males' and African Americans' overall volunteer rates could be increased, the result would be a rise in the number of mentors. Finding: All else being equal, part-time workers have a higher probability of being a volunteer than full-time workers or adults who are not working. Finding: All else being equal, volunteers who are employed have a higher probability of being involved in mentoring activities than nonworking volunteers.
Employment and volunteering appear to be associated. After controlling for other relevant factors, adults who are employed part-time and those not in the labor force, except those that are disabled, have higher average volunteer rates than adults who are employed full-time. These findings, depicted in Figures 11a and 11b , are somewhat different for volunteers who choose to engage in mentoring. Volunteers who are employed fulltime are more likely than volunteers who are not in the labor market to include mentoring in their volunteer activities. The higher predicted volunteer rates for part-time employees and those adults not in the labor force suggest that volunteering seems to be associated with having more discretionary time available. However, this does not appear to be the case for mentors. Compared to volunteers who are either non-working, or employed part-time, being employed full-time, and presumably having less discretionary time, is associated with higher predicted rates of being involved in mentoring. Finding: All else being equal, the probability of being a volunteer rises with educational attainment. Finding: All else being equal, the probability of a volunteer being involved with mentoring activities also rises with educational attainment.
Education also appears, from Figures 11a and 11b , to be an important independent predictor of whether an adult becomes a volunteer, and whether a volunteer 
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Race/Ethnicity
Low Predicted Probability of Mentoring High will engage in mentoring. All else being equal, volunteer rates rise with education. College-educated adults are substantially more likely to be volunteers than individuals with less education. There is a similar effect for volunteers who mentor. The probability of a volunteer also being a mentor rises with education. However, the effects are not as dramatic. There is a 27-percentage point difference in the probability of volunteering between college-educated adults and those with less than a high school education. For mentors, the differences between college-educated volunteers and volunteers without a high school education in the probability of engaging in mentoring youth is only about 4 percentage points.
Given the high rates of volunteering among the well-educated, it is difficult to imagine that you could increase substantially the number of mentors by raising the overall volunteer rates for this group. However, it might be possible to increase the number of mentors by encouraging more college-educated volunteers to include mentoring as one of their volunteer activities.
CHARACTERISTICS THAT ONLY INFLUENCE VOLUNTEERING
Finding: Volunteering rates rise as family income increases. Finding: Married adults have a higher probability of volunteering than unmarried adults. Finding: Adults that reside with their own children under 18 years of age have a higher probability of volunteering compared to adults that do not reside with their minor children.
There are several characteristics that only appear to be important in predicting volunteering and not in predicting which volunteers will choose to engage in mentoring youth. Income was found to have no independent influence on predicting which volunteers are also mentors. 15 However, family income is a predictor of which adults will be volunteers. Figure 12 shows that, holding education, gender, race, and other key characteristics constant, as family income rises, so do average volunteering rates. The relatively high, predicted probabilities of volunteering for adults with high family incomes suggest that maybe increasing volunteer rates by focusing on high-income adults may only lead to marginal improvements in volunteer rates. 
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The presence of minor children is a factor that does not appear to predict which volunteer will be mentors, but that does appear to contribute to the ability to predict who will volunteer. As Table 2 and Figure 12 show, adults residing with their own minor children under 18 years old have a higher predicted probability of volunteering than adults that do not reside with their own minor children. For volunteers who mentor, there appear to be no differences in the probability of being a mentor between volunteers that reside with their own minor children and volunteers that do not reside with their own minor children.
Finally, the results in Table 2 and Figure  12 also illustrate that married adults have a higher predicted probability of being a volunteer than unmarried adults. Marital status appears to have no influence in predicting which volunteers will be mentors. There are a number of characteristics in Table 2 that can only be used to predict the probability of volunteers incorporating mentoring into their service activities. It appears, as seen in Figure 13 , that volunteers who perform more than one volunteer activity for their main organization are more likely to be mentors than volunteers who perform only one activity. In fact, all else being equal, the more volunteer activities a 
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Socioeconomic Categories
Low Predicted Probability High Interpreting this finding is somewhat challenging. However, one likely explanation is that it reflects the fact that mentors are primarily drawn from the ranks of already highly committed and engaged volunteers. That is, these are men and women who have already made a substantial commitment to volunteering for their main volunteer organization and who are encouraged to devote some of their volunteer time to mentoring.
The probability that a volunteer will be a mentor also seems to be highly related to the types of organizations where a volunteer does his or her volunteer work. Mentors are primarily found in youth-focused educational or youth-serving organizations and in religious organizations. Figure 14 shows that the average probability of a volunteer engaging in mentoring is considerably higher for volunteers found in these types of organizations than volunteers in civic, professional, labor, or other types of organizations. The findings indicate that targeting volunteers in religious institutions and in schools and youth service organizations may be an effective strategy for bringing more volunteers to mentoring.
However, it should be noted that mentoring programs that recruit through the workplace often already target schools and youth organizations. As such, at least some percentage of volunteers in school and youth organizations may actually have come to their volunteer work through employee volunteer programs.
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CONCLUSION AND POLICY IMPLICATIONS
The analysis shows that one of the most important determinants of which volunteers are also involved in mentoring activities is age. The probability of being a mentor declines dramatically after age 24; indeed, volunteers 65 years and older are the least likely to be engaged in mentoring activities compared to younger cohorts. This suggests that college age adults and even high school students are prime candidates to be recruited as mentors. While the data also suggest that enlisting more baby boomers and other older adults as youth mentors is more challenging, it is important to note that a large number of baby boomers and other older adult volunteers currently are involved in mentoring.
Another promising mentor recruitment strategy is focusing on encouraging more current volunteers to become mentors, particularly those volunteers who have already made a substantial commitment to their main volunteer organization. Moreover, the finding that mentoring takes place predominantly through religious organizations suggests that religious institutions are an excellent area in which to focus recruitment efforts.
This type of strategy may pose real challenges for existing community-based mentoring programs. One approach is for traditional mentoring programs to do more partnering with other types of volunteer 
Volunteering Attributes
Low Predicted Probability of Mentoring High organizations, such as religious institutions. This approach is already being tried in several places. Another approach may be for mentoring programs to recruit volunteers to do other needed tasks. Once they've formed some attachment to the organization and its mission, these volunteers may be more amenable to becoming mentors.
The importance of providing mentoring opportunities at workplaces is another important strategy to reach more youth with mentors. Our research found that volunteers employed full-time-despite having less discretionary time-are actually as likely to mentor as people working part-time, and a new poll by the nonprofit group MENTOR 17 revealed that mentoring at or near the workplace, as well as release time during work hours, substantially increased people's willingness to seriously consider becoming a mentor. Together, these reports suggest that providing convenient mentor opportunities at work are important for recruiting more mentors.
Race and sex also have an effect on who becomes a mentor. Although males and blacks volunteer in general at lower rates than do females and whites, it turns out that blacks are more likely-and males are as likely-as their counterparts to engage in mentoring as one of their volunteer activities. This is an interesting finding since the general consensus in the field is that there is a shortage of male and minority mentors. It appears that one constraint may be the lower overall volunteer rates of men and minorities. Assuming that the relationship between volunteering, and volunteering as a mentor, remains constant, the number of male and minority mentors would increase if their overall volunteer rate rose. Thus, a promising approach to developing more black and male mentors is to invite and engage them in volunteering in general. If, for example, the African American volunteer rate increased by 2 percentage points (22.1% to 24.1%), there would be another 533,000 black volunteers, and an additional 125,000 black mentors.
Without more knowledge about the demographics of mentor waitlists, we do not know for certain the gender and racial characteristics of youths waiting for a mentor, though anecdotal evidence suggests that a disproportionate number are minorities and males. If this is the case, it is possible that doubling or even tripling the numbers of male and minority mentors may not be enough to meet the effective demand for such mentors. Instead it may require that mentoring programs not only increase the overall supply of mentors but employ more mentoring models that reach more kids with one adult mentor and other innovative mentoring approaches in order to close the mentoring gap. Figure 8b shows that 16-19 year olds have a 43% probability, on average, of being a volunteer. However, there is a plus or minus error that means the real volunteering rate for this group is between 41% and 45%. Where bars overlap on a graph it means that there is no difference in the probability between different characteristics. Again, looking at age, in figure 8a , the margins of error for volunteering probabilities overlap for adults 20-24 years old and 25-34 years old.
14 The margins of error are based on the estimates of the standard errors in Tables 3 and 4 of Appendix 2. These standard errors are too small; due to privacy limitations, the Census Bureau does not release information about the detailed sampling design of the CPS.
To counteract this limitation, we calculate margins of error using 99 percent confidence intervals, rather than the traditional 95 percent confidence intervals. Approximations used in other published work suggest that these 99% confidence intervals should rarely underestimate, and often overestimate, the true size of the margins of error.
15 As with the other variables discussed in this section -presence of own children and marital status -family income was originally included as a predictor in the mentoring model. These variables were dropped because they were not statistically significant, with no loss of overall explanatory power and no change in the magnitude of the other results.
16 It is useful to note, however, that the 2005 CPS indicates that few volunteers that were engaged in mentoring appeared to have responded to appeals at work or by an employer. When volunteers were asked who asked them to volunteer, 3.4% of non-mentors said it was their boss or employer. However, for volunteers that mentored only 1.7% said they responded to an appeal from their boss or employer. We did not report this number in the study because the sample size was very small (only 53 observations). 
